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Abstract
Employees construe behaviors in multiple ways depending upon their perception of a particular
action or event. Alike positive organizational events, negative workplace events (perceived
incivility) also create spill-over and cross-over effect among employees as an organizational
member. It is with this purpose the current study investigates the impact of perceived
workplace incivility on intra-group cohesion through a mediating channel of interpersonal
conflict. Theoretical support has been provided to the framework through self-categorization
theory which adds theoretical rigor and adds value to the existing literature. The data was
collected from 200 employees working in apparel (retail) sector in the Lahore region. Process
Hayes (model 4) was employed to test mediating effect(s). The results revealed that perceived
workplace incivility negatively affects intra-group cohesion among organizational members
whereas interpersonal conflict significantly mediates the relationship between perceived
incivility and intra-group cohesion. The theoretical and practical implications have been
discussed in detail.
Keywords: Workplace incivility, Intra-group cohesion, Interpersonal conflict, Self Categorization Theory
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1. Introduction
1.1. Background of the study
Employees are the valuable assets in any organization and as the world is progressing, the
significance of human resources is becoming increasingly evident. Irrespective of the
differences of country, region, industry and nature of business, the basic human psychology is
not so different from one another. With these assumptions, the current research encompasses
negative side of psychological behaviors including counterproductive work behaviors (CWB).
CWB are being studied to understand the human behaviors with coworkers and other
stakeholders at workplace (Ma, Liu, Lassleben, & Ma, 2019). CWB are not only detrimental
for organizations but for the employees themselves too. Resulting from a series of un-wanting
or unwelcoming events, employees exhibit these behaviors as a result of acts that may hurt or
humiliate others verbally or non-verbally (Tepper & Henle, 2011). Perceived incivility,
interpersonal conflicts, abusive supervision, envy, desire for revenge and injustice are some of
the main antecedents of CWB (Samnani, Salamon, & Singh, 2014). Recent studies suggest that
it is becoming more challenging for millennials to maintain interpersonal relationships. The
interactions with coworkers are increasingly becoming complex at workplace.
The basis of interpersonal conflicts is deeply enrooted in mutual respect, sharing and caring
and organizational harmony (L. M. Andersson & Pearson, 1999) is very much needed for the
organizational productivity and better employees’ performance. However, when employees
perceive an uncivil behavior from peers and immediate supervisors, they tend to exhibit
negative behaviors including interpersonal conflicts that deter cohesion among groups (Ma et
al., 2019). Human resource professionals are struggling in many organizations to maintain
civility and to avoid such counterproductive behaviors at workplace. Organizations invest
heavy cost in their employees’ development in terms of time and money but due to the gradual
and rapid insertion of negative behaviors, the overall organization suffers in the form of
employee turnover and low productivity (Reio Jr & Ghosh, 2009). In such situations, top
management usually takes tough decisions of downsizing through which temporarily
instigators (employees who initiate incivility) of incivility are kicked out of company but at the
same time it increase the perception of job insecurity among other workers (Ogungbamila,
2013).
Researchers have studied the impact of workplace incivility on organizational outcomes (L. M.
Andersson & Pearson, 1999; Estes & Wang, 2008; Hutton & Gates, 2008) and the antecedents
of workplace incivility (Reio Jr & Ghosh, 2009) in different contexts and situations. Incivility
differentiates from other counterproductive behaviors (bullying, workplace aggression and
violence) due to its low intensity and ambiguous intent to harm, which makes its study more
attractive for researchers and practitioners (Schilpzand, De Pater, & Erez, 2016).
Recent researchers have started showing interest in the study of individual’s behavior and
attitudes within social groups at working organizations due to its effectiveness and long term
benefits (Lau & Murnighan, 1998; Mao, Chang, Johnson, & Sun, 2019). Group Cohesion is the
most popular construct while studying group behaviors (Beeber & Schmitt, 1986). The impact
of workplace counterproductive behaviors on Group Cohesion can be found in literature (Kelly
& Barsade, 2001; Morrison, 2008; Turner, Hogg, Turner, & Smith, 1984) but in the best of my
knowledge there is no study so far, that has investigated direct effect of workplace incivility on
intra-Group Cohesion. The impact of interpersonal conflict on Group Cohesion has been
examined in several studies in the western countries mostly (Ensley, Pearson, & Amason,
2002; Simmel, 1955; Stein, 1976). The current study would fill the gap by investigating the
role of interpersonal conflict as a mediator.
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Within the organization, employees strive towards a common goal; they are interconnected to
each other by one way or another regarding their routine tasks for which strong interpersonal
relationships are required. Interpersonal conflict is broader and somehow different from
bullying or social undermining because it can be isolated incidence or common occurrence
unlike bullying or social undermining which are more likely described as aggressive behaviors
that can be repeated (Ilies, Johnson, Judge, & Keeney, 2011). Within workplace, the quality of
interpersonal relationships depends on the interpersonal relationships with coworkers or
supervisor. Interpersonal relationships would be strong if the intensity of conflict is less and
vice versa. Interpersonal conflicts can be minor disagreements or major disputes too depending
upon its antecedents (Jaramillo, Mulki, & Boles, 2011).
1.2. Research Motivation
A few studies have been previously conducted investigating the relationship between
interpersonal conflict and the Group Cohesion (Brewer, 1999; Labianca, Brass, & Gray, 1998;
McLauchlin & Pearlman, 2012) emphasizing on intragroup conflict or interpersonal hatred of
group members. Whereas the premise of our study was to study incivility’s effect on
intergroup conflict and intragroup cohesion. Similarly, the understudy variables are hardly
studied in the Asian context since work style and associated behaviors (both positive and
negative) vary from developed countries to the developing ones (Lim & Lee, 2011; Omari &
Paull, 2015). Since the study focuses on Pakistan’s garment/apparel sector, it is worth
mentioning that the contribution of garment sector in the country’s GDP is 10.20 percent
which makes it very significant both in economic and organizational perspectives ("The
Garment Industry of Pakistan," 2018)According to Markus and Kitayama (1991), western
employees are more individualistic and self-oriented as compared to employees of non-western
countries. Veenhoven (1999), further argues that people belonging to individualistic society
respond any oppression against them as compared to traditional cultures. Therefore, that factor
alludes towards the severity of workplace incivility in non-western context. Furthermore, no
study with the same framework is found within the context of Pakistan which was the huge gap
to be filled. This gap became the motivation for the current study. A study conducted to
investigate the impact of negative workplace relationships on organizational outcomes
suggested to study the impact of negative relationships (i.e., concealment, manipulation,
conflict, disrespect, disagreement, incivility and/or animosity) separately on organizational
outcomes like turnover intentions, group cohesion and organizational commitment in nonwestern contexts (Morrison, 2008).
2. Literature Review
2.1. Workplace incivility and Group Cohesion
“Incivility is mistreatment that may lead to disconnection; breach of relationships and erosion
of empathy. Within the work context, incivility entails the violation of workplace norms for
mutual respect, such that cooperation and motivation may be hindered broadly” (Pearson,
Andersson, & Porath, 2000).
Incivility is often contrary to any individual’s expectations therefore it gives birth to many
problems. Incivility has adverse effects on coworkers, customers and other stakeholders within
an organization. Although the intensity of workplace incivility is less as compared to
workplace violence apparently, but it affects mental health of those who are being targeted
very badly. As incivility is not considered directly punishable crime unlike workplace violence
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so people do not hesitate to commit it. Incivility is like a slow poison which gradually spoils
the interpersonal relationships, and the overall organizational culture (Ogungbamila, 2013).
Workplace incivility is neither a workplace harassment nor a violence but if not controlled, it
can become any of these (Johnson & Indvik, 2001). Approximately, 71 percent of the
employees are being treated badly, insulted, mistreated and experience uncivil behaviors either
by their co-workers or superiors (Morrison, 2008). The person who has more propensity to
experience negative emotions is mostly found to instigate incivility and other
counterproductive behaviors at workplace (Miner et al., 2018; Samnani et al., 2014).
Once the signs of incivility reaches the doors of any organization, its effects are very
detrimental, it spreads like fire and affect the organizational culture and interpersonal
relationships very badly. The victims of incivility suffer from job stress, constant worry, job
insecurity, reduced job performance and lack of trust on each other. As it grows and crosses the
limits of patience then there are high chances of employee turnover which heavily costs an
organization financially as well as weakens its market image (Trudel & Reio Jr, 2011). In late
90’s most scholars have cited that the increased pressure of work, autocratic management style,
use of part-time employees, downsizing, intense competition, budget cuts and employee
diversity have increased the uncivil and aggressive workplace behaviors (L. M. Andersson, &
Pearson, C. M., 1999).
Robbins and Judge (2001), defined Group cohesion as “the extent to which members are
attracted and are motivated to stay with each other in the group”. The concept of Group
Cohesion seems very clear from its name that it is referring to the stickiness or harmony among
the group members but it remained the source of confusion for many years as there were
different definitions varying from researchers’ own differentiated experiences and perceptions
but there was no specific coherence (Mudrack, 1989). Earlier research on Group Cohesion
from 1950-70 focused on its social consequences like satisfaction, similarity, productivity and
external threat but from past few decades group cohesion has made its importance significantly
in workplace perspective (Summers, Coffelt, & Horton, 1988). Furthermore, they introduced
six dimensions i.e., cost, organizational flexibility, creativity and innovation, successful
marketing, problem solving capabilities and group cohesion to manage diverse workforce.
In early stages, the main purpose to study Group Cohesion was to understand the behaviors of
people interacting within small groups and to make theories focusing their actions and
responses in particular settings. The earlier research while studying group cohesion focused
small groups like sports teams, military groups, and interaction between neighbors and friends
but yet there is little work done in work groups. Moreover, the one reason for which the
concept of group cohesion remained in contradiction and confusion was that the unit of
analysis was the individuals rather than collective group. Undoubtedly it does not make any
sense to say that any particular individual is more or less cohesive because it is purely a
phenomena of a group as a whole (Hogg, 1993). Gross and Martin (1952), introduced the two
main types which differentiates and responsible for the cohesion in the work group i.e.,
Cohesion due to the; (1) interpersonal attraction between group members acting as a force to
tie them together (2) the capability of group to achieve monetary goals that seem difficult to be
achieved individually (Tziner, 1982). In short, concept of Group Cohesion evolved over a
period of time and remained the hot topic consistently from last half century and still
considered among mostly cited topics in small group research (Greer, 2012).
With every passing year, the world is progressing, technology is advancing, and people are
becoming aware of their rights and market dynamics. Besides its numerous benefits in terms of
specialization, skilled work force, accessibility to desired information and many more, there is
also a negative side due to which it is becoming a very tough challenge for organizations to
handle and satisfy the human resources (employees) individually and collectively. The
negative side of progressiveness here indicates the negative and counterproductive workplace
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behaviors which have affected the organizational culture very severely. (Noe, Hollenbeck,
Gerhart, & Wright, 2006; Rahim & Cosby, 2016).
While working in the form of groups, group members are attracted to one another and share
prototypical features. The attraction can be the social likeness (social cohesion) or task related
(task cohesion). The members of the group work towards the common goal. This feeling
naturally bind them together and let them act as unit but if the self-interest is involved or the
members perceive other members not to be working for the similar aim to them, the cohesion
can become weak (Wellen & Neale, 2006). Negative relationships at workplace such as
mistreatment, incivility, conflict or animosity are becoming frequent (Moerbeek & Need, 2003;
Rook, 1984). The group cohesion and other organizational outcomes would decrease as a result
of negative relationships at workplace (Morrison, 2008).
 H1: Workplace incivility negatively affect intra-Group Cohesion
2.2. Workplace incivility and Interpersonal conflict
Workplace incivility and abusive supervision are mistreatment acts that are non-physical by
definition. These are the acts in which it is very difficult for the victim to prove the instigator
wrong due to their ambiguous intent and high authority. This create more chances of
developing grudge in the mind of victim or supervisee against the uncivil or abusive behavior
of instigator or supervisor that will eventually lead to interpersonal conflict due to increased
animosity from both sides (Hershcovis, 2011). Interpersonal conflict occur due to the elevated
feelings of mistrust, incivility, anger and other counterproductive behaviors (Schieman & Reid,
2008). In organizations, where many people are working towards a common goal,
interpersonal interactions with each other is part of routine which cannot be avoided. Mostly
the interactions at workplace are positive but it is been observed that the negative events or
negative interactions which involves interpersonal conflict have more significant effect on
interpersonal relationships. The more important thing is to investigate the responses of
employees to such negative events which have many consequences and effects job satisfaction,
organizational commitment and turnover intentions very badly (Ilies et al., 2011).
The business world was known to be most formal yet friendly, there were good relationships
among coworkers till eighties. In the beginning of nineties as the workload increased, scholars
cited many incidents like workplace stress, budget cuts, employee turnover, downsizing,
workplace deviance and incivility. The people with good etiquettes and training skills were
hired to coach the employees. Human resource department work became challenging and
created its importance in every organization to maintain the discipline and to ensure ethical
culture within organization (L. M. Andersson, & Pearson, C. M., 1999). Technology has made
incivility easier to take place as one has not to show up physically to abuse or disrespect the
other person instead they can send an email that may hurt other person’s feelings or make them
obnoxious (Pearson et al., 2000).
In most organizations there are people who are non-supportive towards their co-workers and
may have intent to create barriers in their growth which mostly become the reason for
interpersonal conflict. Furthermore, interpersonal conflict can become a major reason to
weaken the ability of employees to tackle their emotional problems and to complete their
assigned tasks within stipulated time which badly affect their mental and physical health. Here,
it is very important that which mechanisms and coping strategies are being used to overcome
the mental illness and conflicts. It may result in worsening the situation and damaging
interpersonal relationships and dragging the organizational productivity to an alarming
situation (Romanov, Appelberg, Honkasalo, & Koskenvuo, 1996).
Workplace incivility is found to be one of the most dominant reasons of interpersonal conflict
with supervisor and coworkers at workplace (Estes & Wang, 2008). For Example, Johnson and
Indvik (2001) explains that the small uncivil acts like not turning off mobile phone when other
coworkers are talking at meeting or gossiping, mocking and laughing at other coworkers
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become the reason of disturbing interpersonal relationships initially. According to Hershcovis
(2011), uncivil acts like paying least attention to someone’s point of view, ignoring someone’s
presence and intentionally probing someone on his/her personal matters just to make fun or
degrade them lead to interpersonal conflict at workplace.
Perceived incivility is the most prominent reason to affect interpersonal relationships
(Hershcovis, 2011). It instigates the feelings of anger and create distance (Weiner, Amirkhan,
Folkes, & Verette, 1987). Eventually it increases misunderstanding and creates mistrust among
the employees who perceive others of incivility towards them (Vangelisti & Young, 2000).
Apparently, workplace incivility is less harmful than bullying or other counter productive
workplace behaviors until it is one way. But once it begin from both sides and when the victim
adopt the ‘tit for tat’ treatment then it can create very severe conflict that can become
invincible (Milam, Spitzmueller, & Penney, 2009). Employees need to indulge in the activities
which promote the culture of giving rather than ignoring, and which bring the employees
together by strengthening their interpersonal relationships (Reio Jr & Ghosh, 2009).
 H2: Workplace incivility positively affects interpersonal conflict
2.3. Interpersonal conflict and intra-Group Cohesion
Interpersonal conflict is considered a major stressor which directly affects employee job
satisfaction and team work at workplace (Jaramillo et al., 2011). Interpersonal conflict is the
negative interpersonal encounter between two or more individuals which includes exchange
contentious disagreement, aggression and hostility. The aggression, reaction or frustration
arising as a result of interpersonal conflict can be verbal or physical (Ilies et al., 2011).
Although, there are many varying definitions of interpersonal conflict but it can be well
described three factors which are always included in conflict i.e., disagreement, interference or
negative emotions (Barki & Hartwick, 2004).
Interpersonal conflict is also correlated with other negative workplace phenomena. However, it
distinguishes from other counterproductive behaviors like bullying, social undermining, and
incivility due to its unique nature. Interpersonal conflict can be rude but unlike workplace
incivility, it can be respectful disagreement also (Ilies et al., 2011). . Escalated interpersonal
conflict leads to continuous suffering of one or more persons from other people over the long
period of time where at one stage they feel hostile and helpless. One reason of bullying can be
escalated interpersonal conflict at intense level i.e., bullying is the bitter stage of conflict
(Ayoko, Callan, & Härtel, 2003). It is been estimated that one or more out of every ten
employees are suffering from the bullying which decreases their productivity and ultimately
forces them to quit their jobs costing heavy loss to the organization (Einarsen & Skogstad,
1996).
It is to be noted that the group possesses both the characteristics i.e., task oriented and
emotional. Most of the research on different group behaviors only focused on task oriented
dimension of groups while the emotional constructs of group are equally important as if they
are not properly addressed, they may have highly chronic consequences which is destructive
for the Group Cohesion and organizational productivity as a whole (Kelly & Barsade, 2001).
Conflict affecting the Group Cohesion can be internal (in-group) or external (out-group).
Groups compete with each other for the achievement of higher designation, prestige, status and
authority. The competition would lead to the group conflict due to group differences and
personal interest of some group members (Tajfel, 1982). Stein (1976), argued that the internal
conflict may affect the group cohesion and tend to weaken the bonding of group members on
individual basis due to differences. Simmel (1955), did a lot of work in sociology argued that
conflict arising from inside the group due to member(s) personal interest and negative
intentions would threaten the group cohesion. Stein (1976) clarifies that the existence of a
group prior to external conflict and to perceive the external conflict as a threat for the entire
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group indifferently which means if through external conflict some or all members do not feel
threatened or insecure then it will not increase Group Cohesion.
There are numerous articles in literature over the past 70 years addressing the relationship
between Group Cohesion and group performance (Chiocchio & Essiembre, 2009; Mullen &
Copper, 1994; Terborg, Castore, & DeNinno, 1976; Webber & Donahue, 2001). However, it is
found that Group Cohesion does not increase group productivity unless any variable like task
oriented attitude or group norms is introduced as a moderator. According to Langfred (1998),
yet there is a gap in the study of antecedents of Group Cohesion that may affect Group
Cohesion negatively or positively. Few years ago, a longitudinal study conducted on 53 teams
in which conflict management was moderating the relationship between team conflict
(relationship conflict and task conflict) and team cohesion, shows that conflict management
positively affects the team cohesion as a moderator. Furthermore, results also indicate that
positive team cohesion results in increased perceived performance and employee satisfaction
(Tekleab, Quigley, & Tesluk, 2009). Ensley et al. (2002), have studied the consequences
arising as a result of conflict between Top Management Team (TMT) and its relationship with
Group Cohesion. They divided conflict into two categories i.e., affective and cognitive. Results
show that TMT Group Cohesion is negatively related to affective conflict whereas positively
related to cognitive conflict. They found that in some cases conflict may become the source of
triggering new and creative ideas, and also to seek for different alternatives of a solution.
Conflict with group members depend on the frequency of interactions. It is found that positive
interactions minimize the chances of conflict but on the other hand the negative interactions
including counterproductive behaviors instigate the minor level conflicts which can ultimately
destroy the group bonding (Labianca et al., 1998). The difference in opinions and to perform
better than other group members is natural among group members, just due to sense of
competition (Ashforth & Mael, 1989). The interpersonal relationships between the group
members of depend on the perception of intragroup conflict. If the members of group perceive
the symptoms of conflict then the interpersonal relationships with the group members would be
highly negative as it all starts with perception and sometimes with little misunderstanding
(Labianca et al., 1998).
 H3: Interpersonal conflict negatively affects intra-Group Cohesion
2.4. Interpersonal conflict as a mediator
Interpersonal conflict, like counterproductive behaviors has many antecedents which become
the reason to initiate conflict, affecting the interpersonal relationships between employees.
Employees working in organizations are first of all are human beings who are going through
many problems in their personal lives as well. Marital status and marital conflicts are also the
reason of interpersonal conflicts at workplace (Appelberg, Romanov, Heikkilä, Honkasalo, &
Koskenvuo, 1996). Interpersonal conflict has become so much inevitable and when it comes to
large organizations, the chances of conflict increase. So, the effectiveness of conflict resolution
determines the victory of organization and as an estimate the managers devote almost 20
percent of their time in managing conflicts of different types (De Dreu, Evers, Beersma,
Kluwer, & Nauta, 2001). Positive bonding and effective interpersonal relations at individual
level as well as at group level are very necessary for smooth group processes and its
productivity (Mao et al., 2019). This research aims to fill the gap by introducing interpersonal
conflict as a mediator between the work stressor i.e., workplace incivility and intra-Group
Cohesion. It is hypothesized, on the basis of previous studies related to the direct relationship
of interpersonal conflict with workplace incivility and job outcomes that interpersonal conflict
would significantly mediate the relationship (Overall, Hammond, McNulty, & Finkel, 2016;
Roscigno, Hodson, & Lopez, 2009; Trudel & Reio Jr, 2011).
 H4: Interpersonal conflict negatively affects the intra-group cohesion
2.5. Theory in Use
The employees working in a group are not only categorized by other group members but they
also categorize themselves in terms of being more or less uncivil towards the other members of
the group. The extent to which the group members categorize themselves to be less uncivil,
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there will more chances for them to get affected by the workplace incivility around them (Bal
et al., 2015). Theoretical support is provided to the framework by using self-categorization
theory. Self-categorization theory makes basic distinction between personal and social identity.
In group processes the self-perception shifts from personal to the social identity. According to
Self-categorization theory individuals make the perception of themselves based on the
behaviors of others around them. The behaviors of others shape the perceptions of an
individual. Self-categories are cognitive groupings about self and other persons around. It
further let individuals perceive themselves identical to or different from others (Turner, Oakes,
Haslam, & McGarty, 1994).
2.6. Theoretical Framework – Self-categorization theory
In the light of literature review related to the constructs within study and the theoretical support
discussed above, following conceptual framework is deduced.

Figure 1 Theoretical Framework
H4
Interpersonal Conflict

H3

H2
Perceived
Workplace
Incivility

H1

Intra-Group
Cohesion

The framework shows that, there is negative relationship between workplace incivility and
group cohesion. Self-categorization theory provides support for the framework. Selfcategorization is the cognitive grouping of self as similar to or different from other group
members. The perceptual and cognitive differences of self, created in mind from other
members stimulates the person to view himself/herself different from others (Turner et al.,
1994). According to SCT, people tend to create differences with the ones who do not
conform to their cognitions and self-categories (Thomae & Pina, 2015) .Self-categorization
theory supports the current framework in a way that group members who are affected by
uncivil behaviors from other group members categorize themselves as different from others.
This self-categorization result in interpersonal conflict which will eventually affect the group
cohesion negatively.
3. Research Methodology
3.1. Research Philosophy
This research is carried out on the objective approach. Epistemologically this research is based
on positivist approach. As, the research is quantitative according to (Bryman, 1984) to conduct
a quantitative research on social phenomena, positivist approach is mostly preferred.
Furthermore, as the most frequently used instrument to collect data in quantitative research is
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through questionnaire survey because the objectivity would be maintained due to the distance
between researcher and respondent during survey and in future the instrument could be used
for the replication study in different context.
3.2. Research Approach
The research approach is deductive. According to Thomas (2003) deductive approach is mostly
used for the quantitative research as it initiates with an existing theory enabling the researcher
to dig down the concepts concerning the literature and then going from general to specific by
deducing the required material.
3.3. Population and Sample size
This research is aimed to study the Intra-Group Cohesion in Lahore, Pakistan in response to
the workplace incivility with the mediation of interpersonal conflict. The target population
would be the employees working service industry associated with Apparel brands in Lahore.
The overall contribution of service industry in country’s GDP is progressively increasing from
last few years. Experts believe that the further growth in service sector would be effective for
economic prosperity and increase in exports. According to the economic survey of 2017, the
contribution of service sector has increased to 59.59 per cent of the total GDP of Pakistan
(Kazmi, 2017). If we talk specifically about Apparel (Garment Industry) then its contribution
to country’s GDP is 10.20%, it covers 46 percent of country’s total manufacturing, and it is
generating employment opportunities for 40 percent of total country’s workforce ("The
Garment Industry of Pakistan," 2018).
The sample size was 200 employees working in service industry (Apparel) in Lahore, Pakistan.
Questionnaires would be distributed among the employees working in head offices of five
leading brands. As, there are 20 items in the instrument used for the current study which are
quite less. So, following the study by (Hair, 2010) applying the formula i.e., (Sample size= No.
of items * 10) we get (20 * 10 = 200). So, 200 questionnaires are distributed among five
companies which makes 40 questionnaires for each company. Convenient sampling is chosen
as sampling technique. The reason for choosing convenient sampling is personal access of the
researcher to the respondents. This technique makes it possible to circumvent hurdles of time
and cost limitations.
3.4. Data Collection
The data was collected using personal contacts in Apparel industry using referral technique
from garment industry (service industry) using convenient sampling technique. A 5 point
Likert scale is used for this research including two sections. The first one includes the
demographics or controlled variables (Gender, Age, Current job tenure, Total Experience and
Education) while the second section includes the questions using 5 point Likert scale (1 is to
‘Strongly Disagree’ to 5 is to ‘Strongly Agree’) for the variable Group Cohesion (Dependent
Variable), (1 is to ‘Never’ to 5 is to ‘many times’) and (1 is to ‘Never’ to 5 is to ‘very often’)
for the variables under research i.e Workplace Incivility (Independent Variable) and
Interpersonal Conflict (Mediator) respectively.
3.5. Measurement
According to the requirement of the current study, following measures were used. Incivility at
workplace is measured using 10-item scale developed by (Cortina, Kabat-Farr, Leskinen,
Huerta, & Magley, 2013). Instrument for interpersonal conflict at workplace is adopted from
(Spector & Jex, 1998). It includes four items to check the frequency of conflict of a respondent
with others at workplace. The items for Group Cohesion are taken from the closely knit,
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cohesive, interdependent groups (COHES) part of the scale developed by Podsakoff, Niehoff,
MacKenzie, and Williams (1993). It includes six items. The overall survey questionnaire
consists of five-point Likert scale. Demographic variables i.e., Gender, Age, Current job
tenure, Total Experience and Education were controlled during the data analysis to get
significant results.
4. Data Analysis
SPSS software version 22 was used to conduct the descriptive analysis of variables. Initial
analysis included were reliability test of variables, calculating arithmetic mean, frequency
distribution and standard deviation. Correlation analysis was conducted to check the
correlation between the variables under study. Subsequently regression analysis was done to
check the direct relationship of variables. However, mediation (indirect relationship) is tested
through Model 4 of Process Hayes. Before conducting correlation and regression analysis,
variables under study were centered at their grand means (Hofmann & Gavin, 1998).
4.1. Descriptive Statistics
In this study, data was collected from employees working in the service sector (Apparel) who
are mostly managing operations from the back end working in head and regional offices of
Apparel brands operating in different cities of Pakistan. Table 1 shows that among 172
respondents 61% were Male whereas 39% were females. Age of 105 respondents which makes
61% of the sample size were within the bracket of 20-29 years, and 29% lies between 30-39
years. It is due to the fact that service sector need mostly the young and fresh employees with
creative and adaptive minds to be trained in accordance with the competitive market. Tenure in
current job shows that 55% of employees are working in the current company from 1-3 years
and 31% are in the same company from 4-7 years. It also relates with the age of employees as
the respondents mostly are 20 to 29 years of age. Total Experience shows that 32% and 33%
respondents have experience of 1-3 and 4-7 years respectively which makes around 65% of the
data. Education shows that 74 respondents (43%) have bachelor’s degree whereas 79
respondents (46%) are postgraduates. (See Table 4.1)
Table 1: Descriptive Analysis for Demographics
Demographics

Classification

Frequency

Percentage

Gender

Male
Female
below 20
20-29
30-39
40 and above
1-3
4-7
8-10
11 and above
1-3
4-7
8-10
11 and above

105
67
1
105
50
16
95
53
17
7
55
57
32
28

61.0
39.0
.6
61.0
29.1
9.3
55.2
30.8
9.9
4.1
32.0
33.1
18.6
16.3

Age

Tenure

Experience

32

Education

Secondary
Certificate/diploma
Bachelor Degree
Post graduate
Others

1
5
74
79
13

.6
2.9
43.0
45.9
7.6

The standard deviation and mean values for the five-item scale of workplace incivility is
between the range of one and four. The maximum value is four which shows the range of
maximum responses by the respondents due to negative nature of the workplace incivility
variable. Interpersonal conflict also shows the range of one to four for the five-item scale due
to the majority of responses recorded in the same range. The values of mean and standard
deviation show the range one to five for the five-item scale.
Table 4.2: Descriptive analysis for variables under study
N

Min

Max

Mean

Std. Dev

Workplace
Incivility

172

1.00

4.00

2.1494

.6960

Interpersonal
Conflict

172

1.00

4.00

2.1483

.7136

Group
Cohesion

172

1.00

5.00

3.5717

.7308

4.2. Reliability of Scales
Questionnaire consisting of 25 questions (including demographics) were distributed among the
employees working service sector (Apparel) of Lahore. It includes ten items of the variable
workplace incivility. Cronbach’s alpha of incivility is found 0.846 which is greater than 0.7
which shows the reliability of the scale. Cronbach’s Alpha for four item scale used for
interpersonal conflict is 0.73 which is also reliable. Six item scale used for group cohesion is
also found reliable as its cronbach’s alpha value is 0.883.
Table 4.3: Cronbach’s Alpha
Components
INC
IPC

No. of items
10
04

Cronbach’s Alpha
0.84
0.73

GC

06

0.88

4.3. Control Variables
In the current study, demographic variables i.e., gender, age, current job tenure, total
experience and education are controlled to maintain the significance of study and to analyze
the other variables (workplace incivility, interpersonal conflict and group cohesion) in a better
way (S. E. Taylor et al., 2000).
4.4. Correlation
Correlation table shows that Gender is not correlated with any variable. Age has correlation
with tenure, experience and incivility. Tenure is correlated with experience. Incivility is
significantly correlated with interpersonal conflict and group cohesion. Interpersonal conflict
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also got significant correlation with group cohesion. Demographic variables are controlled in
this study due to their significant correlation with the variables under study.
4.5. Tests of Hypotheses
It was hypothesized that workplace incivility will impact group cohesion of the group
member, suffering from uncivil behavior, will be negative with other group members.
Theoretical support was taken from self-categorization theory. The results supported the
hypotheses 1, the direct relationship between workplace incivility and group cohesion is
significant as the value of significance is less than 0.05. Furthermore, B value depicts that with
an increase of one unit in incivility, group cohesion would decrease by 0.33 unit.
Hypotheses 2 is also supported which shows the significant relationship between workplace
incivility and interpersonal conflict. The beta coefficient shows that interpersonal conflict
would increase with an increase in workplace incivility. Hypotheses 3 is also supported as the
significance is .002. One unit increase in interpersonal conflict will decrease group cohesion
by 0.24 unit as shown in Table 4.4.
Table 4.4: Direct impact of variables under study
Workplace Incivility
Variables
Group Cohesion (H1)

B
-.331

R2
.094

.000

Interpersonal Conflict
(H2)

.635

.383

.000

Group Cohesion (H3)

Interpersonal
Conflict
B
R2 Sig.

Sig.

-.245 .057 .00
2

As table shows, the value of indirect effect is -0.04 which is quite less than the value of
direct effect i.e., -0.28 which is satisfying the one condition of mediation analysis.
Furthermore, the P values of Total effect and direct effect are also less than 0.05 which is
another condition for the significance.
Table 4.5: Direct and Indirect effect of X on Y: Testing H4

Total Effect of X on
Y
Direct Effect of X
on Y
Indirect Effect of X
on Y

Effect

SE

t

P

LLCI

ULCI

-.33

.076

-4.32

0.00

-.4817

-.1800

-.28

.09

-2.91

.004

-.4762

-.0916

-.04

.06

***

N = 5000 Bootstrapping resample
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Table 4.6: Hypotheses Summary
Hypotheses
H1
H2
H3
H4

Description
Workplace incivility is related to group
cohesion
Workplace incivility is related to
interpersonal conflict
Interpersonal conflict is related to group
cohesion
Interpersonal conflict mediates the
relationship between workplace incivility
and group cohesion

Accepted/Rejected Direction
Accepted
Negative
Accepted

Positive

Accepted

Negative

Accepted

Negative

5. Discussion and Conclusion
The purpose of the investigation is to examine the effect of workplace incivility on group
cohesion. The unit of analysis in the current study is the individual employees working in
Apparel brands which come under service industry. This study is performed in the context of
service industry in Lahore, Pakistan. However, the results can be helpful widely for the
researchers and managers. The results show that there is significant relationship between
workplace incivility and group cohesion. The direction of the relationship is negative which
means increase in uncivil behaviors would decrease the group cohesion of employees working
at workplace. The relationship between workplace incivility and interpersonal conflict is found
significant. The effect of workplace incivility is found stronger on interpersonal conflict than
group cohesion. The direction of the effect is positive which means that employees who
instigate the uncivil behaviors would increase the interpersonal conflict with other coworkers
at workplace. The results show that there is significant relationship between interpersonal
conflict and group cohesion.
However, the impact of interpersonal conflict is quite less as compared to workplace incivility
but the direction of the relationship shows that interpersonal conflict becomes the reason to
decrease group cohesion between group members. As, the main focus of any organization is to
enhance its performance progressively keeping its employees satisfied, Summers et al. (1988)
found that once the management succeed in managing and driving the intragroup conditions
effectively then it can result in immense benefit for the organization in terms of productivity
and performance. Managers are always concerned about increasing the employee outcomes
which in turn prove the gateway to increase productivity and meeting targets. Cohesion
between the group members working at workplace for the achievement of common goal is very
necessary for the managers and supervisors.
This study points out two major variables i.e., workplace incivility and interpersonal conflict
which are extremely deterrent to group cohesion. Workplace incivility, due to its ambiguous
nature, most of the times, can be difficult to assess and control. This study discusses this
variable in detail which could very beneficial for the practitioners to combat its consequences.
It is also discussed that how uncivil behavior turns out to be more threatening and become the
reason to instigate interpersonal conflict. The relationship between workplace incivility and
interpersonal conflict is found significant which could be considered seriously in the
organizations. This study also provides an opportunity for the practitioners working in other
markets of service industry to take feasible steps to get rid of workplace stressors and deviant
behaviors. Pakistan’s market is highly dependent on service industry and it is even increasing
in Retail sector. As, this study focused Retail sector (Apparel), so it is highly favorable for
managers working in the same context.
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5.1. Theoretical Implications of the study
This study used self-categorization theory for theoretical support which is widely used in
literature In case of individual and group related studies. Workplace incivility is widely studied
in western context (Rahim & Cosby, 2016; Schilpzand et al., 2016; S. G. Taylor, Bedeian,
Cole, & Zhang, 2017), but it is increasingly gaining its importance in Asian countries due to its
managerial implications (Karim, Bibi, Rehman, & Khan, 2015). This study tested the impact of
workplace incivility on group cohesion which makes it a unique study of its type. Results show
that group cohesion is significantly affected due to uncivil behaviors at workplace that is 33%
whereas the direct impact of incivility on interpersonal conflict is found 63% which is quite
high. It gives direction to researchers to study the direct impact of workplace stressors and
deviant behaviors on interpersonal or intergroup conflict. The population used for the current
study is service industry dealing in Fashion (Apparel). Service sector employees are thought to
be more civil towards customers and coworkers. The results shows that still the incivility
prevail significantly among them. This also takes our attention to study the workplace
incivility among the employees working in other private and public sectors for the comparison.
5.2. Limitations and Future Research Directions
Despite the novelty and effectiveness of the current study, it leaves some limitations too. The
first limitation is the time constraint and minimum resources which restricts the current study
to be cross sectional rather than longitudinal. Longitudinal study is preferred for establishing
causality among variables (Baltes, 1968). Secondly, control variables were limited to
demographic variables and the variables of personality traits were not controlled which could
have affected the results. Thirdly, convenience sampling is used which is not considered much
generalizable. Furthermore, the current study is done on specific service sector related to
Apparel due to personal convenience of researcher. It eliminated the other contributors of
service sector in the given context. Last but not least, employees were somehow hasty in
giving their feedback to academic surveys, it could involve biasness. However, considerable
care is taken to avoid biasness by properly guiding the respondents about the nature of
variables and purpose of study. In the light of above mentioned challenges and limitations, it is
suggested to conduct the same study by using longitudinal method to check causality effect.
Calculating the effect of incivility on group cohesion at different durations would let to
examine the causal effect and to increase the confidence on results. There is a lot of research
done on the negative consequences of workplace incivility at individual level. It is been
suggested to expand the phenomenon of incivility for its functionality. The incivility can be
viewed in a positive sense in the future research at individual, group and organizational level
(Miner et al., 2018).
Mediation of interpersonal did not hold in the current study due to above mentioned limitations
which were not favorable due to the nature of research (academic) which includes limited time
and less resources for data collection. It can be run with improved software i.e., (AMOS, CFA)
and studied in similar or different contexts. Group cohesion in the current study is calculated at
individual level using self-categorization theory. However, inter-group cohesion can be
calculated between different workplace groups.
The same study can be replicated for different contexts and for different population to check its
generalizability. Other service provider companies related to education, hospitality,
telecommunication etc. can be studied using the same framework. Group cohesion can also be
treated as an antecedent or mediator to check its impact on job outcomes. Furthermore, gender
can be studied as a moderator between workplace incivility and group level outcomes which
could be very effective practical implication in current market as female ratio is enhancing at
workplace in Asian countries (Cortina, Kabat-Farr, Magley, & Nelson, 2017).
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5.3. Conclusion
To summarize, the aim of the current study was to investigate the indirect impact of workplace
incivility on group cohesion by determining the mediating role of interpersonal conflict. The
current rapidly advancing service industry requires attention to these important factors to
strengthen group cohesion within their employees. Workplace incivility, due to its
unawareness and ambiguous nature, is usually difficult to control. This study tried to probe its
consequences and its role on weakening the cohesion of employees working in groups.
Findings have revealed that workplace incivility significantly affect group cohesion of the
individuals with their other group members. Interpersonal conflict significantly mediates the
relationship between workplace incivility and group cohesion between employees working
together. The current study proposes service organizations operating in similar context to take
effective steps to combat workplace incivility and to minimize the effects. All individuals are
important assets for the organization and they should not be left vulnerable to be the target of
other employees’ uncivil behaviors. The weakening of cohesion within group begins from
individual level and gradually become reason for interpersonal conflict and then disintegrates
the cooperation between employees and proves to be very threatening for the betterment of
organizations as a whole.
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